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FORWARD
Sport coaching in Australia is undergoing unprecedented change at all levels of   
participation. The demand for the development of high quality coaches has emerged    
as a key issue for sport administrators and managers and yet we know little    
about the way Australian coaches work and develop themselves. 
As a coach and coach educator the following report on the Australian coaching workforce  
titled “Profiling the Australian Coaching Workforce” provides equal measures of comfort  
and alarm. It’s re-assuring to see the main reason we coach has not changed but the reasons 
coaches cite for discontinuing coupled with the high rate of coach drop-out across sports means  
we are not capitalising on their experience and expertise just when we need it most.
This report is essential reading for sport policy makers, sport educators,    
sport researchers and coaches alike.
David Parkin OAM
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GLOSSARY OF TERMS
Australian Sports Commission (ASC)
The ASC is the national governing body for Australian sport (www.ausport.gov.au).
Community Sport Organisation (CSO)
CSO’s are sport organisations that service local communities such as clubs, 
school sport organisations and regional sport assemblies.
National Coach Accreditation Scheme (NCAS)
The National Coaching Accreditation Scheme (NCAS) was established in 1978 as a progressive coach   
education program. The NCAS aims to offer education and a nationally recognised qualification to people  
coaching at all levels. NCAS courses utilise competency based training principles, and involve assessment  
of the coach to ensure that they have met the required standards for each level. Prior to 2003,    
the NCAS comprised courses at Levels 1, 2 & 3, as well as a High Performance Award. As a result of a review  
of the NCAS in 2002, one of the major changes introduced was that National Sporting Organisations (NSOs)  
now have the flexibility to determine their own accreditation structures, including number and type   
of accreditation levels (www.ausport.gov.au/__data/.../BeginningCoachingCurriculum.pdf).
National Sport Organisation (NSO)
An NSO is the national governing body for a particular sport (e.g., Swimming Australia).
State Sport Organisation (SSO)
An SSO is the state governing body for a particular sport (e.g., Netball Victoria).
Formal, Informal and Nonformal Learning
Nelson, Cushion and Protract (2006) have identified three modes of education (informal, formal   
and nonformal) that resemble the way coaches learn. Formal learning is characterised by structured   
educational system that is delivered through an institution such as the ASC’s National Coach Accreditation 
Scheme. Informal learning is the accumulation of knowledge, skills, attitudes and insights from personal  
experiences and exposure to the sport and coaching environment. Non-formal learning is any structured  
learning activity that is undertaken outside the formal educational system such as workshops, seminars,  
conferences where there is no assessment or grading of coach competence.
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1. EXECUTIVE SUMMARY
Coaches are the key performance managers in the Australian sport system. There is, however,  
little knowledge of this workforce beyond media depictions and the biographies of high profile coaches in 
sports that get media coverage. This group represents a small proportion of those dedicated to Australia’s 
sporting culture and success. As many as 659,000 sport coaches, instructors or teachers work at all levels 
within the Australian sports system (ABS, 2008), from the grassroots of community and school sport,  
to the elite athletes and teams of Olympic and professional sport. 
Workplace policies that define work environments for employees, as well as work practices   
(such as how and when employees work) have been required in many different industry sectors  
due to the complexity and diversity of the workplace, and the workforce (Santiago, 2002; Pedersen,  
Minnotte, Kiger & Mannon, 2009) . Sport coaching is an area where workplace policy has been  
under-developed.  Coaches are regarded as important to society (ASC, 2008; Cuskelly et al., 2006)  
as they are considered to be teachers, mentors, parental figures and managers for sport   
consumers—whether they be children or adults, or seeking fun or elite performance (Pyke, 2013).    
Coaches play a pivotal role in the success of athletes and sport organisations (ASC, 2008). As such,  
coaches’ work is complex (Banks, 2006; Launder, 2004; Lynn & Lyle, 2010; Schembri, 2001);   
hence, it is important to have a clear understanding of the coaching environment, and the work that 
coaches do. Each week our coaches directly work with and influence the lives of more than seven million 
Australians (Shilbury & Kellett, 2010).  There is no uniform policy, however, that guides their workplace 
or work practices that has been developed.  There is a growing body of empirical knowledge of coaching 
workplace practices overseas (Lynn & Lyle, 2010; Timson-Katchis & North, 2010) and yet the work  
coaches do in Australia is poorly understood.
Aims of this study
This research aligns with the strategic direction of the Australian Sports Commission (ASC) to establish a 
coaching research framework that is consistent with recent sport development policy (Commonwealth of 
Australia, 2010) by establishing an evidence base to better understand Australian coaches as a workforce. 
The aim of this research was to collect population data about the Australian coaching workforce across all 
levels of sport participation to inform coach development policy, implementation and management at na-
tional, state and community levels. The following research questions regarding work related to coaching 
provided a framework for this research:
1. How much work and what type of work do coaches actually do?
2. What is the personal and financial investment coaches make to do their work? 
3. What rewards do coaches receive from their work?
4. What are coaches’ aspirations and development needs?
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Method
This project involved a combination of qualitative (semi-structured interviews) and quantitative (web-
based survey) research methods. 
Phase one (completed in 2010): 
The first phase involved development and validation of the Australian Coaching Workforce Survey. 
Firstly, in-depth interviews with 40 practicing coaches across a range of sports and participation levels 
were conducted to inform survey development. The themes that emerged from the interviews provided a 
coaching-specific framework to build the web-based survey. The survey was developed and then trialled 
on 100 practicing coaches to determine the validity of the questions and evaluate the on-line delivery 
method.
Phase two (completed in 2011): 
The second phase involved the implementation of the web-based survey that was developed and evalu-
ated in Phase 1. Coaches from all sports at all levels of sport participation were invited by their National 
Sport Organisation (NSO) via email and by the Australian Sports Commission’s (ASC) website to contrib-
ute to this research project with 1645 coaches commencing and 1374 coaches completing the survey 
(84% completion rate). 
Results and Recommendations
The following executive summary provides an overview of the key findings of the Australian Coaching 
Workforce Study. These findings are represented by seven key themes outlined below.
1. Australian Coaching Workforce Demographics
The Australian Coaching Workforce is made up of a complex mix of individuals who have equally com-
plex coaching experiences unique to their sport, their location and personal situation. Of major concern 
to this report’s authors is that the workforce is ageing and the length of career of coaches is quite 
short indicating there are still significant barriers to becoming a coach and few incentives to continue 
coaching placing greater strain on sport organisations capacity to continually develop. The coaches that 
participated in this survey were predominantly male (68%), middle-aged and well-educated. They were 
experienced, although of major concern to National, state and community sport organisations, is that 
they tended to stay involved in coaching for less than 10 years. Most participants (75%) were accredited 
through the National Coach Accreditation Scheme (NCAS) and coached young people of both genders.
2. Coach Employment
Most coaches were volunteers (59%) and were not paid for their coaching work. Just under 20% of 
coaches were in a part-time paid coaching role, with only a small minority employed full-time. Of those 
coaches who were paid, most were paid less than $10,000 per year (before tax).  
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3. The Coaching Environment
Coaching was conducted at one or two venues for both training (52%) and competition (69%), which was 
predominantly at a sports venue or club-owned/managed facility. Most coaches travelled less than 20 
km to training and less than 10 km to home competition, travelling on average 2-4 hours per week. How-
ever, almost 30% of respondents travel from 50-199 km to training and competition per week, incurring 
a significant personal financial and time cost.
4. Coach Administration and Tasks
The majority of coaches (90%) completed less than 10 hours of administration duties per week, which 
were conducted predominantly in the home (54%) and in the workplace (17%). The main tasks undertak-
en by coaches outside of typical coaching skills such as instruction were the mentoring and management 
of athletes and other coaches, tasks which coaches felt moderately competent in. They felt less com-
petent dealing with people management issues and business activities such as fund raising, which they 
were often called on to do.
5. Coaching Motivations, Rewards and Costs
Staying involved and giving back to their sport were reported to be the main factors in becoming a coach. 
Coaching was seen as a very rewarding experience, with coaches intrinsically motivated by their athlete’s 
development and the challenge of coaching. The greatest negative impact of coaching was less time; 
both for themselves and for others in their family.
6. Coach Learning and Developmental Needs
Individuals engaged in a range of learning activities that were formal (e.g., NCAS course), informal (e.g., 
reading books, on-line coach forums) and non-formal (e.g., workshops/conferences) in their development 
as coach. Informal learning activities such as reading books and web sites were reported to be the most 
popular (41%) way coaches learn. Most coaches (81%) did not receive any financial support for these 
activities, which was one of the biggest grievances for coaches in this survey.
7. Coaching Futures
More than a third of coaches were undecided (37%) about their coaching future, however,, the majority 
of younger coaches intended on coaching for twenty or more years. Those wanting to progress had high 
aspirations, wanting to coach at state, national and international level.  Those coaches not wanting to 
progress, were happy coaching at their present level of participation.
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Limitations
Care should be taken with the interpretation of these results as there were several limitations to the way 
the data was collected and analysed:
1. Of those 60 sports represented in this study only 12 sports had more than 30 coaches   
complete the survey;
2. The timing and cross-sectional nature of recruitment and participation meant that some coaches 
who may have wanted to participate in the survey may not have had the opportunity despite  
the length of time the survey was open, the media coverage that was received, and the   
desirability of sport organisations for coaches to participate in the study.
Recommendations for Policy and Practice
This report reveals that coaches are committed to the development of Australian sport and enjoy seeing  
athletes succeed in both sport and life. The majority of coaches provide an essential service to sport for   
no financial reward and in many cases at a significant personal and financial cost to themselves.   
Below are several recommendations for policy makers and managers at national,     
state and community levels of sport participation:
1. NSO’s, SSO’s and CSO’s need to better support coaches to help them cover the financial costs  
of travel and further education and development. This could be achieved by allocating a recurrent 
funding option for coach development in operational budgets sourced through membership fees;
2. NSO’s, SSO’s and CSO’s need to encourage sport stakeholders to better acknowledge the value   
of coaches’ work through awards and rewards at all levels of participation;
3. NSO’s, SSO’s and CSO’s need to reduce coach stress and encourage healthy behaviours of their   
own such as increasing their physical activity and reducing stress;
4. NSO’s, SSO’s and CSO’s are at risk of losing the wealth of experience that is in sport. There needs to 
be a better developed system of mentoring and mentor training than is currently available. The ASC 
can lead by developing policy guidelines and support for sport organisations to implement a struc-
tured evidence-based mentor training program. Mentoring that enriches the coaching experience 
and encourages coaches to remain in the sport system for longer is advised so that they become 
mentors themselves;
5. With an ageing workforce depicted in this report NSO’s, SSO’s and CSO’s need to encourage coaches  
to remain in the sport system beyond ten years to capitalise on their coaching expertise;
6. NSO’s, SSO’s and CSO’s need to provide opportunities for coaches to develop non-traditional  
coaching skills that enhance their careers and the impact that they can have in sport such as:  
leadership, counselling, conflict resolution, and business development;
7. Additional research is needed to better understand the complex nature of coaching at all levels  
of sport participation, particularly: the costs and rewards of coaching; the value of coaches’  
work to sport organisations; the health and welfare of coaches; coach recruitment,   
development and retention;and coach mentoring.
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This executive summary represents an overview of a large and complex research project. The full report that 
follows provides more detail about each of the key themes discussed above and provides extended recom-
mendations for NSO’s, SSO’s and CSO’s from page 36. 
For further information about this report please contact:
Dr Andrew Dawson
Centre for Exercise and Sport Science
School of Exercise and Nutrition Science
Deakin University
221 Burwood Highway
BURWOOD VIC 3125
Email: andrew.dawson@deakin.edu.au
Ph: Australia (03) 9251 7309; International +613 9251 7309.
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The coaches who participated in this study were predominantly male (68% male), and aged between  
30 and 59 years. The majority of respondents lived in Victoria (34%), New South Wales (24%),  
Western Australia (20%) and Queensland (13%). Most survey participants had completed some form of 
post-secondary education (65%), with the large majority of coaches (75%) accredited with the National 
Coaching Accreditation Scheme (NCAS). Coaches in this survey had, on average, 12 years of experience 
(although 50% had less than 10 years’ experience). The respondents coached both female and male  
participants from multiple age groups and the majority coached only one sport (75%). There were 60 
sports represented by coaches mostly coming from athletics (23%), Australian football (12%),   
netball (8%), swimming (6%), lawn bowls (5%) and soccer (5%).
The majority of coaches resided in four states; Victoria (34%), New South Wales (24%), 
Western Australia (20%) and Queensland (13%) (refer to Table 1). These states contributed    
to just over 90 per cent of all survey responses.
Table 1 
 Location of Survey Participants by State/Territory 
State/Territory Frequency of responses % of responses 
ACT 43 3 
NSW 322 24 
NT 9 1 
QLD 177 13 
SA 52 4 
TAS 26 2 
VIC 472 34 
WA 270 20 
Total 1371 100 
 
 
 
 
 
 
 
 
 
2. AUSTRALIAN COACHING 
WORKFORCE DEMOGRAPHICS
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Figure 1. Age Groups of the Survey Participants 
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The aging coaching workforce is depicted here in figure 1 and it presents a concerning picture with a 
smaller proportion in the numbers of coaches aged between 18 and 39.
The participant’s average of coaching experience was 12 years and ranged from less than 12 months to 
58 years. As Figure 2 shows, the greatest number of coaches had five to nine years coaching experience 
(25%). What is particularly concerning is that more than half of the participants had nine years or less 
coaching experience. As figures 1 and 2 show there is a unusually low percentage of coaches aged 30 – 39 
indicating there are career transition issues that need to be explored further by the ASC, NSO’s, SSO’s and 
CSO’s as there is a looming shortfall in the number of experienced coaches as the older coaches leave 
the system through retirement or ill-health. These career transition issues are discussed more detail in 
sections 6 and 7 where coaches’ opinions were sought about their motivation, rewards,   
costs and developmental needs.
 
Figure 2. Number of Years Coaching Experience of Survey Participants 
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The greater percentage of coaches in the survey coached both female and male athletes (67%), with 
more participants coaching males only (19%) in comparison to females only (14%). When considering 
the gender of the coach themselves, although the majority of both female and male coaches worked 
with athletes of both gender (65% and 69% respectively), a high number of female coaches in particular 
(34%) coached only female athletes, with more than one-quarter of male coaches also coaching only 
male athletes (27%) (refer to Table 2).
Table 2  
Participants’ Gender of the Athletes Coached 
 
Coach Gender Athlete Gender Frequency of responses % of responses 
Female          Females only 147 34 
 Males only 7 2 
 Both females/males 281 65 
 Total 435 100 
Male              Females only 41 4 
 Males only 251 27 
 Both females/males 642 69 
Total  934 100 
 
 
 
 
 
  
The majority of coaches who completed the survey (75%) were NCAS accredited. However, there were also large 
a number of coaches (16%) who were unsure as to whether they had NCAS coach accreditation indicating that 
their accreditation has probably lapsed. Of the coaches who were accredited, most had been accredited between 
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Figure 3. Number of Years of NCAS Accreditation of Survey Participants  
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one to four years (29%) (refer to Figure 3). This may be indicative of a number of new coaches entering 
the profession or coaches delaying undertaking their coach accreditation, therefore gaining coaching 
experience before seeking formal coaching qualifications, which is also a potential risk for sport  
organisations at all levels of participation. 
Table 3 describes the highest level of formal education of the survey participants by type of qualification: 
secondary school, coach-related, sport-related and non-sport related.
Table 3 
Participants’ Level of Formal Education 
Type of Qualification Frequency of responses % of responses 
Secondary School Still Completing 4 1 
 Did Not Complete 4 1 
 Completed 395 98 
 Total 403 100 
Coaching Related TAFE Certificate  44 45 
 Degree  10 10 
 Graduate Certificate 16 17 
 Graduate Diploma  17 18 
 Masters  10 10 
 Total 97 100 
Sport Related TAFE Certificate 5 3 
 Degree 55 33 
 Degree – Physical Ed. 59 35 
 Graduate Certificate 4 2 
 Graduate Diploma 19 11 
 Masters 17 10 
 PhD 9 5 
 Total 168 100 
Non-Sport Related TAFE Certificate 27 5 
 Degree 266 45 
 Graduate Certificate 65 11 
 Graduate Diploma 122 21 
 Masters 76 13 
 PhD/Professional Doctorate 29 5 
 Total 586 100 
Note. Total respondents = 1312  
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Overall, the coaches who completed the survey were well educated, with just over 59 per cent of coaches 
having completed, at minimum, a university degree. The majority of those coaches who completed 
post-secondary study had undertaken a non-sport related qualification, accounting for nearly 45 per 
cent of all responses.  These results indicate that coaches bring a wide range of knowledge and  
experience into their role with only a small proportion (3%) having formal coach education beyond the 
NCAS. Figure 4 shows that coaches work mostly with athletes under the age of 18. More than half of the 
respondents (52%) indicated they coached across multiple age groups demonstrating that they need to 
have an understanding of growth and development of the athlete over time.
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Figure 4. The Age Groups of the Athletes Coached by Survey Participants 
The majority of survey participants’ coached only one sport (their primary sport), accounting for just 
under 75 per cent of all responses. More than 60 sports were represented in the survey as a coach’s 
primary sport. Overall, the top ten primary sports by respondents contributed to 73 per cent of all  
participants of the survey (refer to Table 4). Just over 21 per cent of survey participants coached two  
or more sports, with a small minority of coaches (n=40) coaching four or more sports.
Table 4 
 Top Ten Sports by Survey Respondents 
Sport Frequency of responses % of responses 
1. Athletics 309 23 
2. Australian Football 170 12 
3. Netball 104 8 
4. Swimming 78 6 
5. Lawn Bowls 65 5 
6. Soccer 62 5 
7. Surf Lifesaving 50 4 
8. Basketball 49 4 
9. Gymnastics 45 3 
10. Rowing 37 3 
Total 1030 73 
  
13Deakin University. C-ESS: Profiling the Australian coaching workforce
3. COACH EMPLOYMENT
Most coaches were volunteers (59%) and were not paid for their coaching work. Just under one fifth  
of coaches were in a part-time paid coaching role, with only a small minority employed full-time.  
Of those coaches who were paid, most were paid less than $10,000 per year before tax.  
Coaches were asked questions in relation to their employment as a coach including employment status 
and income level. Table 5 shows that the majority of coaches were volunteers (59%) and the minority 
(6%) worked in a full-time capacity (whether in a permanent or contract position). Part-time, paid  
coaches made up 18 per cent of the workforce, with the greater part of these coaches employed  
in an permanent position. There were also a number of coaches who were self-employed,   
accounting for  9 per cent of all responses. 
Table 5 
 Participants’ Employment Status in their Primary Sport 
 Frequency of responses % of responses 
Volunteer (no form of payment) 811 59 
Part-time (ongoing/permanent) 157 12 
Self-employed 123 9 
No formal arrangement 106 8 
Part-time contract 88 6 
Full-time (ongoing/permanent) 50 4 
Full-time contract 29 2 
Total 1364 100 
 
 
 
 
  
For those coaches who were paid (41%), the majority were paid less than $10,000 per year before tax 
(65% of all paid coaches) (refer to Figure 5). Just over 30 per cent of these coaches were paid between 
$1,000 to $4,999 per year before tax which would help cover travel and professional development costs.
When considering the gender of the coaches and income, 45 per cent of female coaches and 37 per cent 
of male coaches were paid an income for their coaching. Interestingly, a greater number of female  
coaches (27%) are paid under $1,000 per year before tax in comparison to male coaches (16%);  
whereas more male coaches (7%) are paid $60,000 or more per year before tax compared   
to female coaches (2%). 
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4. THE COACHING ENVIRONMENT
Coaches were asked a number of questions in relation to their coach-related work environment  
including the training and competition venues where they conducted their coaching, the distance  
travelled in a typical week and the time taken to travel to and from training and competition.
Coaching was conducted at one or two venues for both training (52%) and competition (69%), which 
was predominantly at a sports venue or club-owned/managed facility. Most coaches travelled less than 
20 kilometres to training and less than 10 kilometres to home competition, travelling on average 2-4 
hours per week. However, 30% of respondents travel from 50-199 kilometres to training   
and competition per week incurring a significant financial and time cost.
As Table 6 shows, the main training locations were a sports venue or club owned/managed facility  
(e.g., athletics track), accounting for just over 50 per cent of responses. ‘Other’ training venues of note 
listed by coaches included university, the beach, fresh water locations (e.g., lake), public open spaces   
(e.g., parklands) and built locations (e.g., car park).
Table 6 
 Where Coaches Conduct their Training 
Venue Frequency of  responses % of responses 
Sports venue 736 54 
Club owned/managed facility 620 45 
Secondary school 274 20 
Primary school 186 14 
Pool 161 12 
Recreation facility 137 10 
Strength training facility 133 10 
Institute/Academy of Sport 83 6 
Home 80 6 
Other 110 8 
Total 2616  
  Note. Total respondents = 1374; Participants could choose multiple responses 
  Figure 5 shows the distance travelled by survey participants to their training venue(s) in a typical week. 
For over 50 per cent of coaches, the distance travelled to training was less than 20 kilometres, with  
most of these coaches travelling less than 10 kilometres. However, over 25 per cent of coaches were  
travelling between 50 and 199 kilometres per week to training. This is a considerable distance for  
coaches for training alone and if these same coaches are travelling long distances to competition  
venues, this would also add to a considerable personal financial cost, as well as the cost to   
the coaches’ overall time and impact on time spent with family (discussed further in section six on   
coaching motivations, rewards and costs).
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Figure 5. Distance Travelled by Participants to Training in a Typical Week 
 
  
0.0
5.0
10.0
15.0
20.0
25.0
30.0
 P
er
ec
en
ta
ge
 o
f c
oa
ch
es
 (%
) 
Distance Travelled 
Figure 6 shows that the majority of coaches (41%) travelled less than 10 kilometres per week for their ‘home’ 
competitions, with a steep decline in the percentage of coaches reporting travelling longer distances for   
sports competition (with the exception of 50 to 99 kilometres were there was a slight increase in coaches  
travelling this distance). On the other hand, the distance travelled for ‘away’ competitions was more evenly 
spread, with just over 30 per cent of coaches travelling between 50 and 199 kilometres.
 
 
 
 
 
Figure 6. Distance Travelled by Participants for Home versus Away Competitions 
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For those coaches who travelled more than 1,000 kilometres for away competitions, there were a range 
of distances travelled but for many coaches their main reason for travelling such a distance were state, 
national or interstate competitions that were held only once or twice per year. Overall, there was  
little difference between the number of hours travelled in a typical week in the competition and   
non-competition phases. A possible reason for this similarity is that the coaches commitment   
does not vary much between phases and that competition occurs in similar or the same venue  
as training for most of the coaches. 
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5. COACH ADMINISTRATION AND TASKS
The majority of coaches (90%) completed less than 10 hours of administration duties per week, which 
were conducted predominantly in the home (54%) and in the workplace (17%). The main tasks  
undertaken by coaches outside of typical coaching skills such as instruction were the mentoring and 
management of athletes and other coaches, tasks which coaches felt moderately competent in.  
They felt less competent dealing with people management issues and business activities such as 
fund raising which they were often called on to do. Coaches were asked a number of questions on the 
administration side of their coaching role, including the hours per week dedicated to administrative 
and management tasks, the main coaching tasks undertaken, where these tasks were conducted,  
their perceived competency and training received for these tasks.
As Figure 7 shows, 75 per cent of coaches perform less than 5 hours per week of administration  
and management tasks.
 
 
 
Figure 7. Hours per Week of Administration and Management Duties in Coaches’ 
Primary Sport 
  
41 
34 
15 
7 2 1 
1 -2 hours 3 - 5 hours 6 - 10 hours
11 - 20 hours 21 - 30 hours 30+ hours
The majority of coaches (90%) completed less than 10 hours of administration duties per week,  
which were conducted predominantly in the home (54%) and in the workplace (17%). The main tasks 
undertaken by coaches outside of typical coaching skills such as instruction were the mentoring  
and management of athletes and other coaches, tasks which coaches felt moderately competent in.  
They felt less competent dealing with people management issues and business activities such as  
fund raising which they were often called on to do. Coaches were asked a number of questions on the  
administration side of their coaching role, including the hours per week dedicated to administrative  
and management tasks, the main coaching tasks undertaken, where these tasks were conducted,   
their perceived competency and training received for these tasks. As Figure 7 shows,   
75 percent of coaches perform less than 5 hours per week of administration and management tasks.
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Table 7 
 Where Coaches Undertake Administration and Management Duties 
Venue Frequency of responses % of responses 
Home 1084 54 
Work (other than coaching) 349 17 
Club owned/managed facility 220 11 
Sports venue  143 7 
Secondary school 61 3 
Primary school 39 2 
Total 2014 84 
  Note. Participants could choose multiple responses 
 
  
Table 8 
 Main Tasks in the Coaching Role 
Task 
Frequency of 
responses 
% of 
responses 
Instructing/teaching sport skills/techniques/tactics 1346 98 
Mentoring (athletes/other coaches) 1085 79 
Managing (athletes/other coaches/parents/volunteers) 1002 73 
Counseling (athletes/other coaches/parents) 867 63 
Planning and developing competition programs 838 61 
Managing training rosters/schedules 825 60 
Coach education 761 56 
Officiating 582 43 
Mediation/dispute resolution 504 37 
Fundraising 479 35 
 
Table 8 shows coaches reported undertaking a number of tasks in their coaching role. As expected the 
majority of coaches were instructing their athletes, accounting for just over 14 per cent of all responses. 
Tasks such as management and planning (20%), officiating (6%), and fundraising activities (5 %)  
comprised many of the coaching tasks. Interestingly, 12 per cent of coaches were also mentoring 
athletes and other coaches. Add this to counseling (9%) and mediation/dispute resolution (5%)  
and coaches are spending a number of hours dealing with others. 
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Coaches were then asked to rate their competency on these coaching tasks. Figure 8 below reflects the 
coaches’ perceived competency of those main coaching tasks identified in Table 8. It is clear from the 
results shown in Figure 10 that coaches were most confident in the coaching task of instruction, with 
just over 77 per cent of coaches believing themselves to be ‘very competent’ in this coaching task.
On the other hand coaches were least confident in the task of fundraising, with just over 31 per  
cent  of coaches stating that they were ‘not at all competent’ in this coaching task. However,   
when considering the category of ‘moderately competent’ in particular, coaches were less confident  
in the tasks of counseling (50% of respondents) and mediation (60% of respondents). This is not  
surprising given the complexity of the skills which are required to complete these coaching tasks  
(and the lack of training in these areas within the sport system). 
As figure 9 shows, the large majority of coaches had received training for the coaching task of   
instruction (93%), with a number of coaches also receiving training for planning (63%) and coach  
education (55%). Of particular note are the similarities between those tasks coaches perceived  
themselves to be less confident in (refer to Figure 8) and those tasks that they had been trained  
to do (refer to Figure 9). 
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Figure 8. Coaches’ Perceived Competency of Main Coaching Tasks
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Figure 9. Percentage of Coaches who had Received Training for Main Coaching Tasks 
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As described earlier, a number of coaches had rated their competency of the coaching tasks of  
counseling and mediation as ‘moderately competent’; these tasks were two of the lowest in which 
coaches had received training, with just under 32 per cent of coaches and just under 27 per cent of 
coaches receiving training for counseling and mediation respectively. Coaches were least confident 
in the coaching task of fundraising which could be expected given that only just under 10 per cent of 
coaches had received training in this task. Although these questions were not linked (i.e., all participants 
could respond to whether they had training in the coaching tasks whereas the competency rating 
was linked to whether they had undertaken the coaching task), these results do appear to show  
a relationship between coach training and coaches’ perceived competency of a coaching task.
Coaches were then asked if there were any other areas in which they could benefit from further  
training. Participants’ responses were centred on three specific topics: sports science, people   
management, and injury/first-aid management. Coaches wanted to stay up-to-date with the latest 
trends in sports science and increase their knowledge in the areas of biomechanics, strength and  
conditioning, sport psychology, and nutrition. Coaches also felt that they lacked skills in people  
management, particularly in dispute resolution and counselling of players, and dealing with   
parents (and their unrealistic expectations):
“How to obtain better results with parents who think their child is the bees knees!”   
(Basketball Coach)
Overall, the survey participants wanted more opportunities for training and greater resources   
provided in their development as coach, which they viewed as a continual and lifelong process:
“Everyone can benefit from further training. Keeping abreast of trends and changes within  
their chosen sport, and keeping the ability to stay fresh, learning new skills and techniques”  
(Golf Coach)
The role of coach education and the developmental needs of coaches will be    
discussed further in Section 7 of the report.
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In the following two sections we asked participants to provide their views about their motivation to be-
come a coach, the rewards and costs of coaching, as well as their learning and development needs.
Coaching Motivations
Staying involved and giving back to their sport were the main factors in becoming a coach. Coaching was 
seen as a very rewarding experience, with coaches intrinsically motivated by their athlete’s development 
and the challenge of coaching. The greatest impact of coaching was reduced time, both for themselves 
and for significant others in their life.
Coaches were asked about their previous athletic experience in their primary sport, what factors influ-
enced them in becoming a coach, and the rewards and negative impacts of being a coach. The majority of 
coaches in the survey (88%) had participated as an athlete at some level in their primary sport with 60% 
starting to coach whilst they were still an athlete.
Coaches were asked to state ‘yes’ or ‘no’ to a number of statements on the factors that influenced them 
in becoming a coach. Figure 10 shows that for most coaches, staying involved (80%) and giving back 
to their sport (83%) were the main motivators in becoming a coach. Given that most coaches were 
volunteers, it was not surprising that career transition (14%) and financial inducement (3%) were less 
frequently nominated as reasons for becoming a coach.
6. COACHING MOTIVATIONS,  
REWARDS AND COSTS
 
 
Figure 10. Motivators in Becoming a Coach 
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Coaches were motivated to coach for a range of reasons that were often both internal and external. 
Coaches reported several internal motivators such as the challenge of coaching, enjoyment and the 
development of others:
“The satisfaction of watching the progress and development of individuals as both   
athletes and people” (Netball Coach)
External motivators included remuneration and achieving their own goals vicariously through their 
athletes. For example, a lawn bowls coaches involvement in coaching stemmed from their desire  
to be a better athlete themselves which then became an internal reward:
“It makes one a better player as well, when you understand more of what is involved   
in the game” (Lawn Bowls coach)
For 60 per cent of coaches they began coaching whilst they were an athlete and discovered that they 
liked being a coach. For some coaches, they were injured and coaching gave them the opportunity to 
stay in the sport in another capacity and take on a new role:
“I injured my back and could no longer play at the highest level. Coaching was a natural   
and logical step” (Basketball Coach)
Of those coaches who indicated that they had participated in their primary sport as an athlete (88%  
of all responses) the greater number of coaches had competed at club level, accounting for almost 23 
per cent of all responses (refer to Figure 11). However, as Figure 13 also shows, there were also  
a number of coaches who had competed at regional (21%) and state level (22%). 
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For more than half the respondents (51%), family involvement, particularly their own child’s participation 
in the sport, was the main reason for becoming a coach:
“[Through] involvement with my own children – rather than drive them to training then just sit and 
watch, I became involved” (Athletics Coach)
This trend was particularly evident in the top twelve sports of Athletics, AFL, Basketball, Cricket, Netball 
and Golf where a large number of coaches stated (in an open-response question) that family involvement 
was the main reason why they coached. For a lot of these parents, the lack of availability of coaches 
played a major role in their decision to coach:
“Really just to help my son’s football team, and to help out, as the team was looking like not having a 
coach 2 weeks before the start of the season” (AFL coach)
Coaching Rewards
It was encouraging to see that almost all (95%) of participants reported that coaching was a very re-
warding experience. Coaches were provided with a number of statements on the rewards from coaching.  
As Figure 12 shows that the rewards of coaching are strong motivators based on making a contribution 
to the lives of others by seeing athletes develop and achieve their goals (98%), their enjoyment of being 
challenged (88%), being part of competition (74%) and belonging to a group (62%).  
 
Figure 12. Participants’ Views on the Rewards from Coaching 
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The internal motivators of being a coach, by comparison, outweigh external rewards such as  status 
(35%) and payment for their coaching role (23%). Although coaches may have received some form  
of payment, this was not why participants coached:
“I do get an honorarium but the main reward I get from coaching is the personal satisfaction of 
having a positive influence on the players in my team – whether that influence be on or off court” 
(Basketball Coach)
When provided with an opportunity to provide their own statements about rewards from coaching, 
these were predominantly focused on the development of social relationships (including the coach- 
athlete relationship) and holistic athlete development. The overriding view of the participants was  
the reward of developing the whole athlete and the enjoyment (i.e., intrinsic rewards) that arises  
from being a part of this process:
“I feel it is an honour to be able to guide young people through an important part of their life… 
I enjoy watching them grow from scatty kids to fine young adults and to have played a part  
in that development” (Athletics Coach)
The coach-athlete relationship was also particularly important in the holistic development of the  
athlete and helping them achieve their goals:
“I love seeing the growth in confidence within themselves and in other aspects of their lives that 
the kids gain through their swimming. I also get a lot of out of the relationships I build with the  
kids and their parents” (Swimming Coach)
The coaching role provided participants with an opportunity to develop social relationships   
(often life-long friendships) with a diverse range of people including their own children,   
other athletes and their parents, other coaches, and administrators:
“The interaction with people from all different walks of life, [and] the friendships you make  
and most often keep forever” (Golf Coach)
The rewards of coaching were predominantly focused around aspects of the coach themselves as 
demonstrated by 74 per cent of coaches agreeing to the statement “I enjoy the thrill of competition”. 
And consistent with other internal motivators to coach, participants consistently mentioned their own 
increased athletic performance as a reward from coaching:
“Better awareness and knowledge for my own training as I still train and compete”   
(Gymnastics Coach)
Overall, coaching was a rewarding experience for the participants, which was reflected in the sheer 
number of respondents (n=709) for this open response section of the survey.
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Coaching Costs
Coaches were asked to rate the negative impact of coaching on their lives on a ten-point scale   
(1=not at all, 5=moderately, 10=extremely). As Figure 16 shows, the majority of coaches (42%) rated  
the negative impact of coaching as ‘2’ or ‘3’, with a further 15 per cent of coaches rating “not at all”  
in terms of negative impact. However, 30  per cent of coaches did rate their coaching as moderately  
(or higher) impacting on their lives indicating there is almost a third that could be deemed “at risk”  
of leaving coaching (refer to Figure 16).
 
Figure 13. The Level of Negative Impact of Coaching on Participants 
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Coaches were provided with a number of statements on the negative impact of coaching on their lives 
outside of their coaching role. As Figure 14 shows, the greatest negative impact was on coaches’ time – 
less time for their own physical activity (23%); less time to pursue other interests (23%); and less time 
for their husband/wife/partner (22%). However, when also considering the ‘minor impact’ responses,  
the majority of respondents (75%) believed that the time taken away from their family was the main 
negative impact of being a coach. This was reflected in answers given by coaches in the open-ended 
questions on the factors that impacted on their coaching:
“The hardest thing is balancing time demanded by coaching with my family (young children)   
and time with my partner – plus the impact upon my own training schedule” (Athletics Coach)
On the other hand, sustaining an injury from coaching (85%), their job being adversely affected (63%), 
and less time to prepare healthy meals (60%) were considered by coaches to have no impact   
on their lives outside of their coaching role.
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Figure 14. Participants’ Views on the Negative Impact of Coaching on Their Lives 
 
  
0 10 20 30 40 50 60 70 80 90
Coaching takes me away from my family
It is a significant drain on my personal finances
I have less time for my husband/wife/partner
Reduces my time to pursue other interests
I have less time for my own physical activity
It has increased my stress levels
I have less time to prepare healthy meals
I have sustained an injury from coaching
I often feel tired or exhausted
My job is adversely affected
Percentage of coaches (%) Great impact Minor impact No impact
Coaches were also provided with a number of negative factor statements and asked if these contributed 
to the negative impact of coaching. As Figure 15 shows, the majority of coaches answered ‘no’ to each  
of these statements. However, dealing with administrators appeared to be the negative factor which  
had the most impact on participants’ coaching, with 42 per cent of coaches answering ‘yes’ to the this  
statement. This was reflected in the qualitative data when coaches were asked to provide any other 
negative impacts from their coaching:
“Club administrators who think that ‘the coach will do it’ when it is in fact administration, not 
coaching. I feel obliged to help the administrators all the time” (Swimming Coach)
It was not surprising then to see that the time doing administration tasks was the second biggest factor 
which contributed to the negative impact of coaching. More than one third of coaches (38%) found 
parent behaviour stressful and this was a common theme in the open ended response section of the 
survey. For example, one coach said:
“Parents who put in their 2 cents worth’ They all think the kids want to win – yet when I asked  
my players why they play they all mentioned making friends, being part of a team etc.   
No one mentioned football or results” (Rugby League Coach)
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Figure 15. Participants’ Views on the Factors that Contributed to the Negative Impact of 
Coaching 
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Parents appeared to be an issue in particular for AFL coaches with most of the comments focused on parents’ 
negative comments about their coaching, lack of support and living vicariously through their children. It may be 
that the coaches who took the opportunity to provide additional information on the negative impacts of coaching 
were those who had the most issues with coaches or were most passionate about the topic.
Apart from comments about parents, when coaches were provided with an opportunity to provide their own 
statements about the negative impacts from coaching, these focused predominantly on the lack of support/
recognition for their work, and the coach-athlete relationship, with some very passionate responses. Consistent 
with those results presented in Figure 15, lack of time was considered by coaches to be one of the factors which 
contributed to the negative impact of coaching, with 40 per cent of coaches answering ‘yes’ to this statement. 
For example one coach said:
“Having a full time job as well as coaching extensively does place a stress on my life in that it is sometimes 
difficult maintaining my full time work hours with my coaching commitments” (Athletics Coach)
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Another theme that stood out was the poaching of athletes from the coach once they reached a higher 
level of competition. This seemed to be particularly relevant to the sports of athletics and rowing:
“Losing good athletes to other coaches when they achieve National level. Then those coaches 
claim the honours after all the work you put in to get them there. Coaches should follow athletes 
and then hopefully pick up lessons from the National level coaches” (Rowing Coach)
A key stressor for coaches in this study was the financial cost of coaching, especially those who had 
large distances to travel and were not provided with any support to alleviate the financial burden:
“The cost of travel and accommodation is a huge issue financially, it is very, very difficult.  
Especially when other states are getting big money to coach and do exactly what you are doing 
and we do it for free” (Surf Lifesaving Coach)
Coaches also wrote about an overall lack of support and recognition for their coaching role and the 
services they provided:
“Coaches drive the sport but administrators don’t give any real recognition for their   
contribution to the sport” (Athletics Coach)
Although there were a number of negative impacts of coaching on the lives of survey participants and 
a number of factors which played a role, overall the coaches’ responses were very positive about the 
intrinsic benefits that coaching had on their lives and the overall enjoyment and satisfaction it provided 
them:
 “The answer to a lot of the questions (sic) is ‘yes, they have a negative impact’, but the negative 
impact doesn’t outweigh the benefits of coaching. The job is demanding and the stresses  
are high, but if you have support dealing with the stresses and negative aspects then it’s   
a very rewarding job” (Gymnastics Coach)
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7. COACH LEARNING AND 
DEVELOPMENTAL NEEDS
Individuals engaged in “formal” (assessed, accredited/certified course e.g. NCAS Level 1), “informal” 
(non-assessed, self-directed learning e.g., reading books, journals, websites) and “non-formal”   
(non-assessed, organised activities e.g., conferences, workshops, seminars) learning activities in their 
development as coach (Nelson et al., 2006). However, informal learning activities such as reading books 
and web sites were the main learning activities for participants in this study. Most coaches (81%) did not 
receive any financial support for their learning activities, which was one of their biggest grievances.
Coaches were asked about the type of learning activities they participated in for their development as 
coach, who provided the financial support for these activities, and what their learning and developmental 
needs were in their coaching role. In the last 12 months, the large majority of coaches (85%) had  
participated in coach education activities. As Figure 16 shows, informal learning sources were   
the main form of coach development undertaken by coaches.
 
 Figure 16. Context of Participants’ Coach Education Activities 
 Note. The number of items for each learning source has been taken into account when making comparisons. 
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Coaches participated in a range of coach education activities in the last twelve months of their coaching 
role. A sport-specific accredited course was the main type of formal learning undertaken by coaches, 
accounting for half of all formal coach education activities. Table 9 shows the different ways   
coaches sought learning opportunities. More than half of the survey participants also participated  
in a non-formal sport-specific workshop/seminar, accounting for 51 per cent of all non-formal learning 
activities. The greatest number of coaches, however, participated in informal learning activities; more 
specifically reading sport-specific web sites (62%) and sport-specific books (62%).
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Table 9 
 Participants’ Formal, Informal and Nonformal Coach Education Activities 
  Frequency of 
responses 
% of 
responses 
Formal learning 
Sport Specific Accredited course 511 50 
Non-Sport Specific Accredited course 182 18 
 Formal mentoring (your sport) 247 24 
 Formal mentoring (different sport) 79 8 
 Total 1019 100 
Informal learning 
Sport Specific Reading books 800 20 
 Reading journals 576 15 
 Reading web sites 853 21 
 Participating in online forums/ 
discussion groups/blogs 
250 6 
Non-Sport Specific Reading books 286 7 
 Reading journals 185 5 
 Reading web sites 239 6 
 Participating in online forums/ 
discussion groups/blogs 
77 2 
 Informal mentoring (your sport) 547 14 
 Informal mentoring (different sport) 169 4 
 Total 3984 100 
Nonformal learning 
Sport Specific Accredited workshop/seminar 650 51 
 Accredited conference 327 26 
Non-Sport Specific Accredited workshop/seminar 186 15 
 Accredited conference 106 9 
 Total 1269 100 
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The majority of coaches (81%) did not receive any financial support for undertaking their educational 
activities. For those who had received support, the coaches’ club was the dominant source, accounting 
for just over 52% of all responses (refer to figure 17).
 
 Figure 17. External Financial Support Provided for Coach Education Activities (n=1374) 
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This lack of financial support for participating in coach education activities was one of the biggest  
grievances of coaches. When the survey participants were asked what education, training and   
development they would like to see provided for coaches, most of the responses were focused around 
the themes of financial assistance, rural/regional training, online/distance education, mentoring, 
and overall greater provisions for coach education. Terms such as ‘free’ and ‘subsidised’ were used  
repetitively in coaches’ responses, particularly those coaches at the grass roots or volunteer level:
 “More funding from [the] government so community football coaching courses can be offered 
free of charge – this is vital to ensuring coaches are educated to a basic level”    
(Football/Soccer Coach)
“Some form of update to developments in coaching methods, that I don’t have to pay for myself 
would be nice. All the money in my sport seems to go to the Institutes and some of the elite clubs, 
with none getting to the grass roots levels” (Rowing Coach)
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Developmental Needs
Rural Access to Training
Coaches in regional or rural areas of Australia felt particularly hard done by, with coaches having little 
choice but to travel long distances to major cities for their coaching development. But for many of these 
coaches, there was little point in attending coach training when the time travelled was more than the 
length of the training itself:
 “Some coaches in country towns do not get the support from major organisations that the city 
coaches get or access to facilities that they can use. I would like to see more mobile support so we 
do not have to travel so far to get more up-to-date information and training” (Swimming Coach)
“More access for country coaches to training. I can’t travel to Melbourne (4 hours away) for a  
session that starts at 9.30 and only goes until 12.30. If I did go it would mean going down and 
staying the night before, which all adds to your own personal cost” (Athletics Coach)
Mentoring
Participants in the UK coach tracking study regarded working with an experienced coach as key in their 
career development (Timson-Katchis & North, 2010). Coaches in the current study were no different; 
greater access to mentoring – whether formal or informal – was highlighted by a number of coaches as 
an area which could help in their development as coach:
 “The establishment of a regional hierarchy through which emerging coaches can be mentored to 
coach at higher levels” (Lawn Bowls Coach)
This did not necessarily have to be a formal arrangement. Coaches understood the importance of 
informal learning pathways, even if it meant to simply observe another coach – they just wanted the 
opportunity to do so:
“I think it would be an advantage to any coach of any sport to watch other coaches in their club and 
other clubs at game day and or training to see how they conduct themselves. This is what I did and 
I picked up a lot of what I would use and what practices I would not use” (AFL Coach)
Overall coaches wanted more access, flexibility, variety and frequency of career development oppor-
tunities that were specific to their needs, especially for those who had chosen to coach young athletes 
and did not want to progress their coaching further. For some, they simply wanted the opportunity to 
refresh or update the knowledge they already had. For others, they wanted to do a higher level of coach 
accreditation but there were none available:
“More ongoing mentoring, more coaching scholarships, more access to high level coaching  
courses. And more opportunities for young coaches in football” (Soccer Coach)
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8. COACHING FUTURES
Overall coaches in this study have remained positive about their future work with most (60%)  
intending to continue coaching (see table 10). Several factors will influence their continued   
contribution. Interestingly, more than a third of coaches were undecided about their coaching future 
(37%) but, encouragingly, many of the coaches (16% of the total sample) intended on coaching for  
twenty or more years. Those wanting to progress had high aspirations, wanting to coach at state,  
national and international level.  And for those coaches not wanting to progress,    
they were happy where they were.
Table 10 
 The Length of Time Participants Intend on Continuing to Coach 
Time Frequency of responses % of responses 
Less than 12 months 30 2 
1 – 4 years 275 20 
5 – 9 years 185 13 
10 – 14 years 116 9 
15 – 19 years 35 3 
20+ years 218 16 
Undecided 507 37 
Total 1366 100 
  Note. Total respondents = 1374; Participants could choose multiple responses 
  
When coaches were asked if they wanted to progress to a higher level of competition in their coaching, 
55% of coaches stated that they would like to do so. Not surprisingly, the age of the coaches was a factor 
in their progression as coach with an increase in the age of the coaches resulting in a decrease interest 
in progressing to a higher level of coaching (refer to Figure 18). This decreased interest in progressing to 
a higher level began between the 40-49 and 50-59 age groups indicate changes in their motivation to 
coach. Coaches may have already been coaching for a number of years by this stage and therefore feel  
as though their time has passed in progressing to a higher level of coaching and other aspects of their life 
(refer to figure 19) have influenced their decision to stay coaching at their present level.
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Figure 18. Participant’s Intentions on Progression to a Higher Level of Coaching 
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Those coaches who wanted to progress to a higher level in their coaching role had high aspirations, with 
the three top responses by participants to coach at state (19%), national (19%) and international level 
(17%) respectively (refer to table 11).
Table 11 
 The Level of Competition Coaches’ Want to Progress to in their Coaching 
 Frequency of responses % of responses 
Club 197 13 
Regional 205 14 
State 283 19 
National 274 19 
International 247 17 
Olympic/Paralympic 147 10 
Professional 129 9 
Total 1482 100 
  Note. Total respondents = 720; Participants could choose multiple responses 
  Of those coaches who did not want to progress to a higher level (45% of the whole sample), the main 
reason given was that the participants were happy where they were, accounting for 34 per cent of all 
responses (refer to Figure 19).
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Reflecting the earlier thoughts of coaches on the impacts of the coaching role on the lives of participants, 
time was also seen as a factor in staying at their current level of coaching. Coaches believed that  
they did not have the extra time required to coach athletes/teams at a higher level, accounting for   
just over 22% of all responses.
 
Figure 19. Reasons Why Participants Did Not Want to Progress to a Higher Level of Coaching 
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9. CONCLUSIONS AND RECOMMENDATIONS
The Australian coaching workforce is made up of a diverse and dynamic group of dedicated individuals 
who give up their personal time and money to develop themselves and the athletes they coach. This 
investigation has provided a glimpse of the work Australian coaches do, what motivates them  to do that 
work, the rewards and costs of being a coach and what they believe are their developmental needs that 
will enhance their role and the performance of the athletes they coach. Overall this report reveals that 
coaches enjoy their work and but report some ill-effects of being a coach citing the stress coaching can 
take on their health and personal finances. The coaches who participated in this study began coaching 
because they wanted to give something back to their sport and continue coaching because of the  
intrinsic rewards such as seeing their athletes develop. Key barriers to continuing to coach were  
administrative demands and conflicts with key stakeholders such as administrators and parents. 
This report raises many questions about Australia’s approach to coach development. Australia has 
a willing and able coaching workforce but it is clear that the sport system is providing only limited 
support for their development in key areas that will help them make a more sustained   
contribution. By comparison, the Australian sport system has fallen far behind our traditional rivals  
the United Kingdom and Canada when it comes to the policies and management of coach development. 
A more thorough examination of long-term coach development in Australia is needed as this report 
reveals major sport policy and management gaps both within and across sports. 
Below are a set of recommendations we believe will enhance the coaching experience and provide  
a set of guidelines for sport policy makers and managers that will improve coach development  
across all levels of participation: 
1. NSO’s, SSO’s and CSO’s need to better support coaches to help them cover the financial costs of 
travel and further education and development. This could be achieved by allocating a recurrent 
funding option for coach development in operational budgets sourced through membership fees. 
National sport organisations should consider developing internet-based coach education   
strategies that allow coaches to “learn where they are” (especially regional-based coaches)  
 providing opportunities to develop themselves in informal (providing opportunities for  
self-directed learning using online technology) and non-formal ways (such as greater access to  
workshops and seminars where they can interact with other coaches). The recent developments 
of cloud-based learning technologies and practices gives coach educator’s new opportunities to 
provide better access to coach education resources. Good examples of on-line coach development 
resources can be found at the Sports Coach UK web site http://sportscoachuk.org/coaches/im-
prove-my-coaching, and their training organisation Coachwise website    
http://www.coachwise.ltd.uk/solutions/learning;
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2. NSO’s, SSO’s and CSO’s need to encourage sport stakeholders to better acknowledge the value of  
coaches’ work through awards and rewards at all levels of participation. Coaches are the key   
performance managers in sport and provide a high standard of service for little extrinsic reward.  
This is a timely reminder to NSO’s SSO’s and Club’s to reinforce the value placed on coaching staff.  
Simple acknowledgements and recognition for service through awards and rewards   
are useful motivators for coaches;  
3. NSO’s, SSO’s and CSO’s need to reduce coach stress and encourage healthy behaviours of their own 
such as increasing their physical activity and be provided with information and techniques to help 
them balance competing demands on their time and to assist in reducing and managing stress. 
Coaches are role models not just for athletes, but also the parents and other stakeholders in their 
sport organisations. NSO’s, SSO’s and clubs would benefit from developing strategies that  
assist coaches in enhancing their personal health and wellbeing. For example, online generic   
modules on: stress and time management; athlete and parent behaviour management;    
and coach career development. 
4. Currently NSO’s, SSO’s and CSO’s are at risk of losing the wealth of experience that is in sport. There 
needs to be a better developed system of mentoring and mentor training than is currently available. 
The ASC can lead by developing policy guidelines and support for sport organisations to implement 
a structured evidence-based mentor training program.  Mentoring that enriches the coaching experi-
ence and encourages coaches to remain in the sport system for longer is advised so that they be-
come mentors themselves. Coaches respond well to good quality mentoring whether it is from with-
in or outside their particular sport. Encouraging coaches to seek mentoring, or to become a mentor 
themselves enriches the coaching experience and the learning for both the mentor and mentee.  
Mentoring systems should be embedded within existing or future coaching accreditation systems. 
Sport organisations should investigate the optimal methods and systems to train the development of 
mentors as effective mentoring is much more than passing on knowledge and experience, it requires 
the development of specific skills. For example, using online technologies to encourage and support 
peer mentorship such as those developed for the International Council on Coach Education by Leeds 
Metropolitan University: http://www.leedsmet.ac.uk/coachnet/; 
5. With an ageing workforce depicted in this report NSO’s, SSO’s and CSO’s need to encourage coaches 
to remain in the sport system beyond ten years to capitalise on their coaching expertise.   
A suggestion would be to engage and train soon-to-retire (or recently retired) coaches as mentors, 
sport managers or officials to help them stay in contact with their sport.  This could be done by 
NSO’s, SSO’s and CSO’s developing succession plans that target soon-to-retire (or recently retired) 
coaches and offering them alternative roles such as mentoring, officiating or managing   
coach development and training them appropriately; 
 
38 Deakin University. C-ESS: Profiling the Australian coaching workforce
6. NSO’s, SSO’s and CSO’s need to provide opportunities for coaches to develop non-traditional coach-
ing skills that enhance their careers and the impact that they can have in sport such as: leadership, 
counselling, conflict resolution, and business development. Even though the bulk of coaches work 
as volunteers or for a small supplementary income they still perform many duties that are ex-
pected of salaried professionals. Providing coaches with the opportunity to develop both business 
and people management skills should be an integral part of ongoing coach development strategy. 
Such skill development could occur through a series of online generic modules or through similar 
programs have been implemented in the UK and Canada, and it is likely that these could also an 
effective career pathway for coaches wanting to transition to different or more advanced coaching 
or management roles within their sport organisation.  
7. The present research provides for a general understanding of the way Australian coaches work 
and the impact that work has on their lives and careers as a coach. There is still a need for  
further research to better understand the challenges and opportunities for coaches in Australia.  
Specifically,  additional research is needed to further understand: i) the rewards and costs of being 
a coach; ii) what motivates coaches to develop themselves; iii) what is required by sport   
organisations to prevent coach dropout; iv) what is required by sport organisations to support 
coach development; and v) mentoring as a coach development strategy.
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